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innovation
noun,

new idea or method:  a new way of doing something

Source:  Microsoft Encarta





Recognizing ñGoodò 

Innovation



Professor Shumpei Kumon

Wisdom Economy

Computer Support Collaborative Work 

Conference

Toronto

November 1992



Professor John Riedl

Collaborative Filtering

April 1996



Pete Ramstad ï1994/1995 

Personnel Decisions International



Talentship



Talentship

ÁActively incorporate Talentship concepts?

ÁIn-depth understanding of Talentship ïbut have not 

incorporated yet?

ÁHave heard about Talentship ïbut donôt know too 

much about it?

ÁTalentship is a new word in my vocabulary?



Todayôs talk

ÁOverview of key concepts of Talentship

ÁCase Example of Talentship

ÁImplications for Retention, Reward and 

Recognition



Special Thanks to Pete 

Ramstad



Talentship:  Key principles

ÁIncorporates discipline of decision sciences

ÁAligns talent decisions with business strategy

ÁIdentifies organizational pivot points



The Talentship model
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The Talentship model
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HC Bridge Framework
Anchor Points Linking Elements
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Yield Curves:  Pivotal vs. Non-Pivotal Jobs
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Case Study ïMicrosoft 

Developer Tools
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Sustainable strategic success

Marketing  versus Product Excellence



Strategic Processes

ÁProduct development process is critical

ÁPivotal decision:  product specification



Organizational Structure

General 
Manager

Developers QA
Product 

Managers
Documentation

ÅLiaison with sales force

ÅProduct advertisement & collateral

ÅLiaison with editorial staff of key 

magazines

ÅPresentations to user groups

ÅCoordinate product specifications



Strategic Mismatch

Impact

Sustainable strategic success

Strategic Processes

Organizational structure

Product Excellence

Product development 

process/product spec

Product Manager



Ripple effects
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Chaotic Interactions

ÁBill Gates voice

ÁTradition: Developers are the ones who call the 

shots

ÁConfusion in publications



Product Manager Capacity

Capability Opportunity Motivation

End Result:  Product managers are 

overwhelmed and frustrated 



Solution: Split Product Manager Role

Program Manager Evangelist Product Manager

ÅDrive product 

specifications

ÅLiaison with 

editorial staff of 

key magazines

ÅPresentations to 

user groups

ÅLiaison with sales 

force

ÅProduct 

advertisement & 

collateral

Pivotal Role



Introduction of Program Manager role

Efficiency

Impact

Effectiveness

Anchor Points Linking Elements

Investments Virtually no investment

Policies and practices New applicant screening

Culture and capacity New skills

Interactions and actions More orderly interactions

Organization and talent New pivotal role

Resources and processes
More effective 

development process

Sustainable strategic success Product excellence



Yield Curves:  Pivotal vs. Non-Pivotal Jobs
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Implications for 

retention, reward and 

recognition



Incremental Approach

Existing Business Model

Reward/Recognition 

Programs



Strategic view of reward & recognition

Efficiency

Impact

Effectiveness

Anchor Points Linking Elements

Sustainable strategic success
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Applying the Talentship Lens

1. Align measurement with strategy

2. Differentiation strategies

3. Differentiation versus egalitarianism

4. Recognition as strategic story telling

5. Evaluating alternative programs



Align measurement with 

strategy



Measuring Retention

# of Employees 1000 50 950

Voluntary Turnover Rate 24.8% 20% 25%

# Voluntary Turnovers 248 10 238

Voluntary Turnover Rate 25%25.6% 30%

High Performers 25 225250

# Voluntary Turnover 64 8 56

Total Pivotal 

Non-

Pivotal

80% of voluntary turnovers in pivotal 

jobs were high performers



Further analysis of retention

ÁStaying in industry? (i.e. going to a 

competitor)

ÁLeaving the industry



Retention or engagement?

ÁEconomic ñeventò occurs when employee 

begins to listen to alternative opportunities

ÁEngagement measures may be more 

appropriate



Voluntary versus non-voluntary 

turnover



Talent acquisition?

ÁPolicies for reward and recognition also affect talent 

acquisition strategies

ÁInclusion in talent pool

o Overall company reputation

o Employee referral

ÁAbility to ñwinò when there are competitive offers



Differentiation Strategies



Differentiation Strategies

ÁñBest Practiceò versus competitive 

differentiation

ÁIdentification of pivotal roles

ÁDifferential base pay

ÁDifferential opportunities

o Opportunity to participate

o Developmental assignments

ÁDifferential incentive pay



Cabin Attendant Gratuity

Capability Opportunity Motivation

Capacity

Royal Caribbean 

Mission (excerpt):

ÅWe anticipate the 

needs of our 

customers

ÅWe make all efforts 

to exceed 

expectations

ÅWe take ownership 

of any problem 

brought to our 

attention



Differentiation versus 

egalitarianism



Egalitarian considerations

ÁPublic versus private

ÁWhat are the norms and customs?

ÁTeam considerations

ÁPerception of fairness



Recognition



Recognition and Engagement
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Percentage of Employees who are "Highly Engaged"

Source:  Jackson Organization  2006 Survey of 1,005 Working 

Adults.  As cited in: The Carrot Principle

Level of Recognition by Quartile

Survey Questions:

1.My manager does 

a good job of 

recognizing my 

contributions

2.I have recently 

received praise or 

recognition for my 

work.

3.My manager 

recognizes 

excellence



Classic Recognition Program

ÁDay-to-day recognition

ÁAbove-and-beyond recognition

ÁCareer recognition

ÁCelebration events

Source:  The Carrot Principle.  Adrian Gostick and Chester Elton



Recognition as strategic 

storytelling



Investments in alternative 

programs



Spectrum of Alternatives

Reward /

Recognition

Program A

Reward /

Recognition

Program B

Alternative

Dimensions



Corporate citizenship initiatives to 

attract and retain top talent

See:  C. B. Bhattacharya, Sankar Sen and Daniel 

Korschun.  Using Corporate Social Responsibility to 

Win the War for Talent.  MITSloan Management 

Review,  Winter 2008



Implementing Talentship 

initiatives



HR 

Professionals

Business

Partners

Strong Partnership



Lighting the lamp 


